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Abstract
An increase of 1.5 million workers in the workforce every year would only be an added 
advantage to Pakistan if they can all secure employment. This seems like a remote possibility 
considering the country’s economic, politi cal and investment climate. The present state of 
lawlessness refl ects that youth have adopted a path of anarchy to sustain themselves. A solu-
ti on to this problem is imperati ve. Nature has created a balance in demographic distributi on 
such that as there are regions with populati on explosion, so there are regions with shrink-
ing populati on. Our survival lies in identi fying countries where workforce dilemma exists and 
fabricati ng a workforce in line with their requirements. Ministry of Overseas Pakistanis must 
assume a proacti ve role of preparing guidelines for labor exports and guide other ministries 
to chart plans to materialize this strategy. Remitt ances from Pakistanis abroad have been the 
main stay of of its economic stability however; its use is yet to be opti mized. It is, therefore, 
essenti al for the economy to move from low value occupati ons to higher end occupati ons. This 
long-term strategy is realisti c subject to cooperati on among all stakeholders.
Key words: Workforce, Remitt ances, Demography, Ministry of Overseas Pakistanis, Human 
Resource Development, Labor Exports
2. Hard Realiti es
Expanding workforce every year would 
be - an added advantage for a producti ve 
country but not so for Pakistan. Expansion of 
producti ve units proporti onately with corre-
sponding expansion of work force results in 
steady growth of the economy and prosperi-
ty for the nati on. However, for many reasons 
this has not happened in Pakistan for about a 
decade that is evident by the stagnant annual 
growth rate of the economy stati onary at 2% 
(Ministry of Finance, Government of Pakistan, 
2013). On the other hand, approximately 1.5 
million adults step into the workforce every 
year in Pakistan and thus burden the existi ng 
producti ve units (Aslam, 2011). This has been 
the dilemma of most populous countries, but 
Pakistan is even more aﬀ ected due to pres-
Guidelines
for Exporting Manpower in Pakistan 
Raza Kamal
Email: raza@pafk iet.edu.pk
Market Forces
College of Management Sciences
Vol. X,  No. 1
June 2015
zzzzzzzzzz
00 Research
ence of other enigmati c factors growing at 
rapid pace with passage of ti me. The problem 
has been in the highlights for some ti me now 
and economists/human resource consultants 
have been cauti oning the nati on as regards 
its detrimental implicati ons. The point is – do 
we see light at the end of the tunnel?
To conclude on this enigma it is necessary 
to dwell on some of the drivers of economy. 
Firstly, the politi cal stability in the country 
that builds confi dence in the mindset of in-
vestors is sti ll lacking. The confi dence in politi -
cal stability is reinforced by stable regulati ons 
and environment in the market, which is sti ll 
amiss although Pakistan ranks higher than In-
dia on the ease of doing business; Pakistan 
ranks 107th while India ranks 137th (Abbas, 
2013) Power shutdown, deteriorati ng law and 
order situati on and persistent uncertainty are 
leading indicators that forestall a climate of 
investment in Pakistan. This is evidenced by 
the slow growth of private sector, which has 
been below 5% in 2012-13; similarly, FDI fl ow 
which at one stage had reached the historic 
peak of $ 5.4 billion in early 2000s, has re-
duced to US $ 800 million in 2012 (Ameer, 
2013). It is ironic that FDI investments are in-
creasing on a global scale with an incremen-
tal rise of US$ 1 trillion each year whereas we 
are experiencing a reducti on in investment.
Corrupti on is another menace that remains 
uncontrollable and has infested all public and 
private transacti ons. It is convincingly pro-
fessed, that a black market parallel to formal 
economy has siphoned oﬀ  an additi onal fi ft y 
percent revenues aﬀ ecti ng taxati on. Succes-
sive governments have not initi ated any via-
ble program to check this - rampant outrage.
On the other hand, Pakistan’s demograph-
ic profi le is expanding and adding frustrati on 
in the minds of youth, which comprises nearly 
50% of the workforce. The majority of induc-
ti on in workforce is with misdirected skill set 
incompati ble with the requirement of mod-
ern technology; besides having dubious liter-
acy rate. What demographers have cauti oned 
is not the growth in the work force but the 
expanding stretch of demographic elasti city. 
It - has been forecasted that this youth bulge 
is likely to last up-to year 2050 (Aslam, 2011). 
The - percentage of populati on distributi on 
by age group - is shown in Table 1.
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Table 1 
Population By Age Group in Percentagei
AGE GROUPS in % 1998 2010 2015 2020 2025 2030
00 - 14 33 36 33 32 30 27
15 - 29 20 30 30 28 27 26
30 – 44 12 18 20 21 22 23
45 – 59 7 10 11 12 13 15
60 - 65+ 4 6 6 7 8 9
TOTAL Pop 132.35 173.51 191.71 210.13 227.35 242.05
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Pakistan’s populati on growth rate is 
2.26% and labor force parti cipati on is 35%. 
The above Table refl ects a growing bulge of 
young adults in the labor force up to 2030 
and even beyond (Ministry of Finance, Gov-
ernment of Pakistan, 2013) The rate of infl ux 
is far more than that of those exiti ng from 
the workforce. Worldwide this phenome-
non would be a point of celebrati on since 
this group of workforce is usually most pro-
ducti ve and innovati ve and aﬀ ects a nati on’s 
socioeconomic development positi vely and 
is a source of competi ti ve advantage. - As 
long as this group remains unemployed for 
an extended period, - other problems could 
emerge in the country.
Under these circumstances, it is highly 
unlikely that there would be suﬃ  cient op-
portuniti es in the country to absorb this ex-
panding work force. It has already been ana-
lyzed that circumstances do not exist where 
job opportuniti es are likely to improve in the 
public or private sector. With all these nega-
ti ve ramifi cati ons there seems to be no light 
at the end of the tunnel: however, with the 
bulge of young populati on bursti ng at the 
seams; it would be disastrous if alternati ve 
means of generati ng employment were not 
explored. Pakistan with a young populati on 
median sti ll has an excellent opportunity to 
capitalize on this demographic dividend. Ac-
cording to esti mates by IMF, from 1970 on-
wards, approximately 40% to 50% of the In-
dian per capita income growth was because 
of demographic dividend (Abbas, 2013). Pa-
kistan has already lost precious ti me and can 
only recuperate if the Government develops 
a blue print for employing this – enormous 
populati on.
This paper aims to explore the possibility 
of converti ng this human resource into an 
asset, which adds value to nati onal econo-
my. The paper examines the opti on of ex-
porti ng work force to countries facing prob-
lems of shrinking populati on.
3. Remitt ances from Overseas Paki-
stanis
Pakistan started to export workers in mid-
1970’s to Gulf States. The Gulf States loaded 
with money embarked on a journey to build-
ing infrastructure. The States themselves 
had scarce human resource with populati on 
density restricted below the normal densi-
ty had to rely on import of human resource. 
While the technical experti se was imported 
from the western world, the labor was fi lled 
in from the developing countries. Pakistan 
due to religious aﬃ  nity received priority 
from countries like Saudi Arabia, Libya and 
Gulf countries. During the 1970’s approxi-
mately 1.0 million workers immigrated to 
these countries – and remitt ed foreign cur-
rency amounti ng to not less than US$ 500 
million. This steady remitt ance remained in 
the range of $ 1500 to $ 2000 million from 
1990 to 2000 (Ministry of Finance, Govern-
ment of Pakistan, 2013). This remitt ance 
increased to $ 13 billion during 2013 (Table 
2). On an average, a worker remits approx-
imately $ 1500 per annum (Zeb, 2012). Ac-
cording to report by the World Bank in 2011, 
Pakistan ranked as the fi ft h largest develop-
ing country receiving remitt ances. Preceding 
Pakistan is India at $58 billion, China at $57 
billion, Mexico at $24 billion and the Philip-
pines at $23 billion (Nanji, 2013).
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This export was more a result of personal 
initi ati ve by the workers rather than a well-
planned strategy at the government level. 
The above remitt ance was viewed only as a 
source of trade in 2000, when a Ministry of 
Overseas Pakistani was formed.
3.1. Ministry of Overseas Pakistanis and 
Human Resource Development The present 
Government has created a Ministry of Over-
seas Pakistan and Human Resource Devel-
opment (HRD) in July 2013 by a merger of 
Ministries of Overseas Pakistanis and Human 
Resource Development. Besides these auton-
omous ministries, the Ministry also controls 
organizati ons/corporati ons like Bureau of 
Emigrati on and Overseas Employment, Over-
seas Employment Corporati on, Overseas Pa-
kistan Foundati on (OPF), Employee Old Age 
Benefi ts Insti tute, Worker’s Welfare Fund and 
Nati onal Industrial Relati ons Corporati on. 
Following are the roles and functi ons of these 
bodies:
1. The Ministry will promote export of Pa-
kistani labor abroad, leading to allevia-
ti on of economic squeeze. The ministry 
will work in close coordinati on with the 
provincial governments, worker and 
employer organizati ons as well as in-
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Table 2 
Manpower Export Dataii
Year No of Workers Remittances Remarks
 Exported (billion us$)
1971 to date 3.83 million    
2008-2012 2.29 million   97% Gulf states
TARGET SET 150,000   In 2003
2003 184,271 3.87 
2004 173,824 4.16 
2005 91,773 4.6 
2006 143,329 5.49 
2007   6.45 
2008   7.81 
2009   8.95 
2010   11. 2  
2011 450,000 11.26 
2012 630,000 13.18 Middle East, 48%; 
   Europe 28%; USA 19% 
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ternati onal agencies. Setti  ng up of this 
Ministry is likely to pool all intellectual 
and physical resources towards a con-
certed goal.
2. Bureau of Emigrati on and Overseas Em-
ployment was established in 1971. It is 
observed that this organizati on is more 
of a stati sti cal division, which compiles 
data on migrant workers since incep-
ti on. It also frames rules and regulati on 
pertaining to emigrati on and monitors 
the whole process. The role of this body 
needs to be enlarged to chart strategies 
for future and must not be looking “in-
wards” but also “outwards”. The Bu-
reau should look into the global macro 
indicators to pinpoint future trends in 
labor uti lizati on of shrinking populated 
countries.
3. Overseas Employment Corporati on 
(OEC). It was formed in 1976 and sup-
plies labor to public sector organizati ons 
in foreign countries. It has an achieve-
ment of exporti ng 128,000 workers to 
53 countries since its incepti on a mere 
4% of total immigrant workers. It also 
maintains a database of bio-data of de-
sirous potenti al workers.
4. Overseas Employment Promoters 
(OEP). These agencies work as private 
employment agencies and are now 
the major contributors to manpower 
export. They claim that approximately 
80% of immigrants are due to eﬀ ort by 
these agencies. The Agency receives 
demand from private/public sector 
employers from foreign countries. The 
agencies match/adverti se/ process la-
bor and get permission from Emigrant 
Protector Agency at the government 
level. However, presently around 1000 
agencies are registered as contractors 
and due to lack of regulatory system 
monopolize the whole process. Poor-
ly educated labor fall prey to fake visa 
rackets, fake foreign employers and ex-
orbitant fee scandals. The Government 
also charges a fee of around Rs.12000 
from each candidate for processing 
their applicati ons.
5. Another organizati on that is helping 
immigrants is the Overseas Pakistani 
Foundati on (OPF) established in 1979. 
It is an associati on of overseas employ-
ees who become voluntary members 
and contribute towards early rehabili-
tati on and welfare of next of kin resid-
ing in Pakistan. The foundati on launch-
es welfare schemes related to housing, 
educati on and medical care of families 
of immigrant workers. According to 
their record 4.9 million workers are em-
ployed abroad.
4. Discussion
On the face of it, these mergers and reengi-
neering eﬀ orts of concerned agencies should 
have reaped dividends far greater than the 
actual remitt ances, - for example Philippines 
with a populati on of 83 million reaps a remit-
tance of $ 23 billion while Mexico with a pop-
ulati on of 103 million generates a bounty of 
$ 24 billion (Nanji, 2013). The number of em-
igrants from both these countries is far less 
than Pakistan. Pakistan immigrati on is not 
adding high value jobs to its portf olio (Table 
3). 
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<INSERT TABLE 3 HERE>
The above Table refl ects that presently the 
“considered” lower echelon of work force is 
the major contributor towards the remitt anc-
es while the professional technocrats’ contri-
buti on is minimal. This is true today, but may 
not be the scenario in the future. The bulk of 
labor was exported to the Gulf States in the 
last century, which underwent massive infra-
structure development, has reached maturity 
now and their labor requirement is likely to 
decline in the next decade or so. Saudi Arabia 
has already formalized stringent regulati ons 
and illegal immigrants are being deported. 
Similar reducti on in demand has also been 
observed from Kuwait, Qatar and Bahrain 
(Siddiqui, 2007). Another view of looking at 
the above Table is the proporti on of remit-
tances vis-a-vis workforce from the Gulf re-
gion as against from the western world. A 
mere 1 million is contributi ng nearly half of 
what is being remitt ed from other regions.
A breakdown of remitt ances from diﬀ erent 
countries (Table 4) also refl ect that the exist-
ing trend is gradually on the decline and the 
educated and professional cadre will emerge 
as the main contributor in the next two de-
cades (Aazim, 2011). 
<INSERT TABLE 4 HERE> did not fi nd
Remitt ances surged 100% from $ 5.5 bil-
lion to 11.2, from fi nancial year 2005 to 2011 
due to a generati on of young professional 
with modern skill set who moved abroad for 
bett er prospects. The remitt ances went up by 
11% in 2013 to $14 billion. Those who moved 
to US contributed $ 2 billion in FY 2011, an 
increase of 27%; although only a few thou-
sands moved abroad (Aazim, 2011). (Siddiqui, 
2007) in his arti cle contests that Pakistan did 
not foresee upgrading of labor demand to 
Gulf States as such lost revenues. Job oppor-
tuniti es are now in the fi elds of shipping, oil 
refi ning, IT professionals, teachers and power 
and desalinati on plants.
5. Blueprint for Labor Export
Most countries do not face similar de-
mographic characteristi cs as Pakistan. Their 
dilemma is shrinking populati on instead of 
populati on explosion. Populati on planning by 
the western countries in the 1950s and 1960s 
has led to this phenomenon. European coun-
tries are the worst aﬀ ected followed by coun-
tries with expanding economies but without 
a backup of labor force. These countries have 
already opened their borders to emigrati on, 
not to charm cultural diversity but, to combat 
their shrinking populati on characteristi cs. Pa-
kistan’s strategy should be to prepare our ex-
panding workforce with skills and competen-
cies suited to their demand and requirement. 
The above trends are already on the horizon 
and all populous countries are vying for this 
market. Pakistan has to gain a competi ti ve 
advantage, identi fying markets, categories of 
occupati on and professions as compared to 
India, Bangladesh, Sri Lanka and Philippines.
Exporti ng labor is a long-term objecti ve, 
which ought to be defi ned not only in terms 
of head count but also in value (Table 3 &4). 
Short-term objecti ves like matching of skills 
with job specifi cati ons, adult literacy en-
hancement and vocati onal skills should be 
addressed now to be ready to launch this sea 
of work force later. These objecti ves cannot 
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be left  to potenti al workers to fend for them-
selves but guided to equip themselves with 
the right skills.
The underlying problem of the Western 
world is the demographics. By 2015, there 
will be more people dying in Europe than be-
ing born. The median age of European will in-
crease from 41.2 years to 47.6 years in 2060. 
Some countries will age even faster; Germany 
for one will reach the median of 50 years in 
2037. Europe will look like an old folks home 
with ever decreasing workforce. People over 
65 years will account 30% of the pop in 2060 
(Weigins, 2013). Italy is spending up to 14% 
of their GDP in old age pension and 57% in 
social spending. Unemployment in age group 
15-24 years is 40%, while the number of peo-
ple above 55 has ballooned to 3.5 from 2.6 
million just 5 years back (Severgnini, 2013). In 
short, developed countries would shortly be 
exposed to, “rapid growth of the older popu-
lati on and the rapid shrinking of the younger 
generati on” as forecasted by (Weigins, 2013). 
Most European countries have revised their 
reti rement age from 63 to 67 years to retain 
the older employees with bett er competen-
cies and also combat the shrinking popula-
ti on phenomenon 
Each country has its peculiar characteris-
ti cs in term of populati on stati sti cs, density 
and populati on growth rate. The above de-
mographic profi le when coupled with pro-
ducti ve contributi on in agriculture, manufac-
turing and services sectors open windows of 
opportuniti es for planners. These opportu-
niti es may seem a mirage today but cannot 
be denied nor refuted. Politi cally, this means 
that immigrati on will become an important 
and highly divisive issue in all rich countries. 
It will cut across all traditi onal politi cal align-
ments. Economically, it would change mar-
kets in fundamental ways since the vacuum 
created by this shortage would only be made 
up by immigrants from developing and popu-
lous nati ons. $772.8 m is the total remitt anc-
es from Norway, Switzerland, Canada, Japan 
and Australia as opposed to $752 m in 2012-
13 fi scal year; an increase of 27%.
There are myriads of controversies that our 
present image, low literacy rate and adverse 
mindset are likely to obstruct this school of 
thought. However, like nati onal interests and 
diplomacy, which oscillate from one end to 
another in changing circumstances; similarly 
these arguments are likely to subside in view 
of actual realiti es. Secondly, this window is 
not likely to occur within this decade but in 
the decades to come. Based on this hypoth-
esis, a plan is suggested to develop a map of 
new markets and develop “human product” 
to sati sfy the needs of these individual geo-
graphical customers.
Our employer brand is well defi ned. It 
demands quality work preferably with digi-
tal technology. The parameters of organiza-
ti onal behavior revolve around meritocracy, 
tolerance, customer care and speedy deci-
sion-making. Individual behavior prides in 
hard work, innovati on and esprit de corps. 
Work force devoid of these traits is not like-
ly to be successful in this task environment. 
Table 5 lists those countries that would face 
work force diﬃ  culti es along with their indi-
vidual characteristi cs. The following parame-
ters have been kept in mind while identi fying 
these countries. Annual populati on growth/ 
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density, Gross Nati onal Income (GNI), literacy 
rate, sector contributi on margin and Technol-
ogy index are some factors of comparison. 
These factors and countries are neither ex-
clusive nor rigid yet serve as stepping stone 
for further validati on.
<INSERT TABLE 5 HERE> did not fi nd
The above table identi fi es countries/re-
gions where labor demand is likely to occur 
in the future.  Individual demographic and 
economic characteristi cs of nati ons pinpoint 
the areas where occupati onal opportuniti es 
are likely to occur. These countries have been 
categorized into most preferred status (MPS) 
keeping in mind similariti es of their demand. 
It is important to identi fy these characteris-
ti cs so that mismatch of labor is eliminated, 
while fabricati ng the human product for these 
markets. A marked feature of this approach is 
that supply of labor will occur in the high val-
ue occupati ons, which will boost remitt ances.
1. MPS- 1. Remitt ances from the Gulf 
States have remained the major con-
tributor towards economy. As already 
researched by Zeb, - (2012), approx-
imately 2.23 million went to six coun-
tries of this region however, most of 
this category included unskilled/semi-
skilled laborers whose demand is like-
ly to diminish in this region in the next 
decade. Fortunately, some technocrats 
have also found employment in this 
region but their numbers are limited. 
The Ministry should liaise- with their 
counterparts abroad to obtain the job 
specifi cati ons desired in future. There 
is a need to explore possibiliti es to fi nd 
alternati ve regions for this work force. 
Malaysia is another Muslim country, 
which has scarce populati on with a high 
economic growth rate and requires la-
bor in agriculture, manufacturing and 
services. It should be our focus in this 
decade to penetrate this market.  (Sid-
diqui, 2007) in his arti cle menti ons 
that in an MOU signed between Ma-
laysia and Pakistan in 2003, to provide 
100,000 skilled laborers to Malaysia; 
Pakistan could only oblige with 7000 
workers?
2. MPS-2 includes developed countries 
like Australia, Canada, New Zealand 
and USA.  Immigrati on to this region is 
already high and includes mostly young 
technocrats. The demand is for a cate-
gory of professionals who are equally 
important for Pakistan but grim reali-
ti es compel them to venture for bright-
er prospects for their kith - and kin. This 
category has already started contribut-
ing to the Pakistani economy. (Siddiqui, 
2007) confi rms that in 2006, near-
ly 2000 professionals made a break-
through in the markets of UK, USA and 
Germany. There is also demand for blue 
collared employees in the supervisory 
category in this region but cannot be 
met due to low literacy rate, orthodox 
mindset and strong prejudices. Austra-
lia and Canada has a populati on den-
sity of only three people per square 
kilometers and contributi on margin of 
agriculture is the least and Pakistan has 
ample competency in this sector. Newly 
formed Ministry should explore some 
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of these initi ati ves at the Government 
level.
3. MPS-3. Scandinavian countries already 
have a sizeable Pakistani community. 
These countries have sizeable contribu-
ti on from services and manufacturing 
sectors. Fift y-fi ve percent of Finland’s 
workforce will exceed 40 years in this 
decade; similarly, Holland has a low em-
ployment rate. These countries spend a 
sizeable porti on of their economy on 
healthcare therefore occupati ons like 
nursing, therapists and technicians will 
always remain in demand due to their 
dwindling work force. Manufacturing 
sector is also the mainstay of its econo-
my therefore there is a need to identi fy 
industries where our competencies can 
come into play.
4. MPS-4. EU bloc may not be a lucrati ve 
market for our labor today due to rea-
sons like low literacy, language barriers 
and adverse image but their demo-
graphic compulsions will compel them 
to allow emigrati on in next two de-
cades. Italy, Austria and Germany have 
enhanced their reti rement age to retain 
their labor.  Our long-term preparati on 
for this market is essenti al. Their econ-
omies are dependent upon automated 
manufacturing concern therefore we 
need to build relevant competencies in 
automati on to compete for contract.
5. MPS-5. Another bright opportunity is 
the Central Asian countries of Kazakh-
stan, Turkmenistan etc. These countries 
with rich resources and GDP growth 
exceeding in most case above 7%, is 
likely to emerge as the next center for 
infrastructure development. Our semi-
skilled labor with similar religious af-
fi nity should not have diﬃ  culty in ad-
justment. These countries are also at 
similar level of technological skill as Pa-
kistan therefore, there are less chances 
of any competency mismatch.
6. MPS-6. These developed Asian coun-
tries remain inaccessible to Pakistan 
workers due to language barrier ac-
centuated by technological gap. Paki-
stan’s young technocrats mostly from 
urban citi es have already breached this 
region. Other countries like Japan and 
South Korea have a serious shrinking 
populati on (populati on growth rate of 
2%) and would be dependent upon for-
eign work force in ti mes to come.
Competi ti on in this market is intense and a 
strategic analysis is necessary to gain a formi-
dable lead in this market. Though, all popu-
lous nati ons are vying for these geographical 
markets however, more competi ti on is likely 
from India, Bangladesh, Sri Lanka, Philippines 
and Indonesia. In term of image projecti on, 
these countries are bett er poised however; 
other characteristi cs are in the following Ta-
ble 6.
<INSERT TABLE 6 HERE> did not fi nd
The above Table profi les the characteris-
ti cs of competi tors who are also vying for this 
market. Pakistan faces major competi ti on 
from India who is bett er placed as far as com-
petency and bett er image is concerned. Ban-
gladesh is also a strong contender who has 
a bett er image than Pakistan. Pakistan could 
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contest in this market if the urban youth are 
developed under a well-charted strategy who 
can outrun the competi tors being more ver-
sati le, technologically bett er poised and hav-
ing bett er communicati on skills. 
Forecasts usually refl ect intenti ons and 
realiti es but would not be of use unless hu-
man capabiliti es are also developed to ex-
ecute these plans. A simultaneous thrust 
is required to equip our present and future 
work force with the required competencies. 
Pakistan’s positi on on most indicators is dis-
mal yet despondency should not paralyze ac-
ti on. Firstly, we need to change our nati onal 
orientati on towards this approaching tsuna-
mi.  Long-term planning need to incorporate 
answers to this “demographic bulge” and re-
specti ve bodies should work under a meshed 
up strategy. Provincial governments and oth-
er related departments are working towards 
these goals but are disjointed in scope and 
directi on. This could -further be aggravated 
under the new autonomy granted to Provinc-
es under 18th Amendment. 
Another strategic decision required at the 
nati onal level with consensus is to reduce the 
reti rement age from 60 to 58 years. Nati ons 
have altered the maximum age of service 
keeping in mind its nati onal imperati ves. If 
European Union can increase the age to 67 
years due to shrinking age phenomenon; sim-
ilarly other nati ons have reduced this service 
to control the unemployment rate. In the 
greater interest of the Nati on, this debate 
needs to be initi ated to arrive at a balanced 
consensus.
The reemphasis on vocati onal-technical 
skills will reduce the existi ng skill-gap and en-
hance the human capital. The demand of la-
bor for most of these regions revolves around 
digital technology and high literacy rate. Only 
urban youth is parti ally equipped with these 
skills. Some NGOs like AMAN foundati on have 
taken a lead in this respect and embarked on 
training youth in these skills. Similarly, agri-
culture and medical universiti es of Pakistan 
should launch diplomas in disciplines like ag-
riculture, livestock and food management; 
nursing, physiotherapy and post-operati ve 
care respecti vely. This step is likely to prepare 
the impending work force with right skills.
6. Conclusion
Pakistan is placed in a precarious enigma 
in relati on to its demographic stati sti cs and 
needs to handle this situati on on a long-term 
basis. Ministry of Pakistanis Overseas and 
Human Resources Development is now con-
trolling the export of labor. It should chart a 
course of acti on in relati on to shrinking pop-
ulati on regions and prepare forecasts based 
on their specifi cati ons. It should also coordi-
nate at the federal and provincial level to en-
sure that people are equipped with compat-
ible skills. The potenti al of remitt ances from 
Pakistanis abroad can only be realized if the 
work force migrates into the high value end 
occupati ons. Urban youth is bett er poised 
in the basic competencies to undertake this 
challenge.
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